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Daily self-nudging towards physical activity: implications for vigour, creativity, 
and prosocial work behavior
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ABSTRACT
This study integrates nudging and proactivity theories to investigate how individuals can nudge 
themselves to be more physically active. We test the daily effects of self-nudging on vigour and use 
the dual pathway to creativity model to predict indirect effects on two non-targeted outcomes: 
creativity and prosocial behaviour. One hundred eighty-two (NL2 = 182) employees filled out 
a short survey for five consecutive days (NL1 = 672). Results of multilevel structural equation 
modelling provide evidence for the hypothesized model. Daily self-nudging towards physical 
activity was positively related to (a) creativity and (b) prosocial behaviour through vigour (a 
combination of physical strength and cognitive liveliness) – after controlling for previous-day 
levels of the mediator and outcomes. Self-nudging also showed direct effects on the two non- 
targeted outcomes. These findings offer support for nudging theory and the dual pathway to 
creativity model. We discuss the theoretical implications and three practical applications.
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Since the Industrial Revolution, work has steadily chan
ged from predominantly physical tasks to those requir
ing mental engagement. As a result, many employees 
now find themselves in an office environment, working 
primarily with their minds rather than their hands. This 
shift has significantly increased sedentary behaviour, 
with employees spending most of their workdays seated 
(Gardner et al., 2016). The cognitive demands of their 
jobs can be draining (Mazzola & Disselhorst, 2019), often 
leaving them with insufficient energy or motivation to 
engage in physical activity. This phenomenon is known 
as the “recovery paradox” (Sonnentag, 2018, p. 170) – 
increased job demands lead to decreased recovery activ
ities such as physical exercise. Despite these challenges, 
physical activity remains vital for maintaining health and 
well-being. Regular physical activity has numerous ben
efits, including weight management, improved cardio
vascular health, enhanced cognition, and overall 
subjective well-being (e.g., Buecker et al., 2021; 
Daskalopoulou et al., 2017). Unfortunately, traditional 
interventions aimed at increasing physical activity 
among office workers have shown limited effectiveness 
(e.g., Chu et al., 2016; Conn et al., 2011; Freak-Poli et al.,  
2020; Lusa et al., 2020), highlighting the urgent need for 
innovative approaches.

The present study investigates the potential of daily 
self-nudging in regulating individuals’ physical activity 
levels. Self-nudging involves the application of beha
vioural strategies designed to motivate oneself towards 
increased physical activity. This concept draws inspira
tion from the principles of social nudging, a behavioural 
economics theory (Thaler & Sunstein, 2008). The founda
tion of nudge theory rests on the understanding that 
human decision-making often relies more on intuitive 
processes than thoughtful deliberation (Kahneman,  
2017). The core idea is that subtle modifications of the 
environment (i.e., the “choice architecture”) can guide 
individuals towards better decisions and desired out
comes without restricting options or significantly alter
ing economic incentives. Self-nudging furthers this 
concept by empowering individuals to create their own 
choice architecture. In the context of physical activity, 
self-nudging strategies might include setting up activity 
reminders, creating visual cues for exercise, or modifying 
one’s environment to make physical activity more acces
sible and appealing.

Our study utilizes a daily diary methodology to exam
ine how self-nudging techniques increase vigour and, 
subsequently, influence key work outcomes, particularly 
creativity and prosocial behaviours. This approach 
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provides a nuanced understanding of how small, self- 
directed strategies can significantly enhance individual 
well-being and workplace performance. By tracking 
these variables day-by-day, we aim to uncover the 
dynamic interplay between self-nudging, energy levels, 
and positive work-related behaviours, offering valuable 
insights for both employees and organizations.

We seek to make three contributions to existing lit
erature. First, our study aims to expand the current 
understanding of self-nudging by providing empirical 
evidence of its effectiveness in promoting vigour. While 
previous research has explored self-nudging in specific 
contexts like fruit consumption (e.g., van Rookhuijzen 
et al., 2023) and smartphone use (Grüning et al., 2023), 
our study extends its application to physical activity. 
Utilizing a field study with a daily diary design, we cap
ture the immediate effects of self-nudging on vigour 
while preserving essential contextual factors often lost 
in laboratory settings, thereby addressing a significant 
gap in nudging research (Beshears & Kosowsky, 2020).

Second, we examine the broader implications of 
increased vigour for work-related outcomes, offering 
insights into how self-nudging can enhance both indivi
dual well-being and important non-targeted outcomes. 
We integrate nudging theory with the dual pathway to 
creativity model (Nijstad et al., 2010) and propose that 
self-nudging promotes physical strength and cognitive 
flexibility – key components of vigour (Shirom, 2010). 
The increased vigour, in turn, is hypothesized to pro
mote creativity. This hypothesis builds on the well- 
established benefits of physical activity for cognitive 
function – including executive control, attention, and 
memory processes (Roig et al., 2013; Verburgh et al.,  
2014). Such improvements directly contribute to 
increased cognitive flexibility, a crucial element in crea
tive thinking.

In addition to daily creativity, we explore daily proso
cial behaviour as another potential outcome of self- 
nudging, which serves as a third contribution of our 
study. We argue that increased physical energy levels 
resulting from self-nudging for physical activity make 
employees more willing to engage in helping beha
viours, while enhanced cognitive liveliness may facilitate 
better perspective-taking and empathy. Our focus on 
the non-targeted outcomes of self-nudging answers 
recent calls for research on unintended consequences 
(Beshears & Kosowsky, 2020). While these authors sug
gest that unintended consequences may partly diminish, 
eliminate, or even reverse the benefits of nudges on 
a targeted dimension, we propose that self-nudging 
can lead to unintended favorable work outcomes. 
Through this study, we offer practical solutions for inte
grating physical activity into individuals’ daily routines, 

ultimately fostering healthier and more productive work 
environments. By demonstrating the indirect benefits of 
self-nudging for creativity and prosocial behaviour, we 
provide a compelling case for organizations to support 
and encourage such practices among their employees.

Theoretical background

Health behaviour change policies and interventions 
have traditionally relied on conscious and reflective 
processes, such as offering information, altering how 
individuals think about their actions, or introducing 
financial and legal incentives to modify behaviour 
(Cecchini et al., 2010). However, these methods have 
only shown moderate success (Rongen et al., 2013; 
Vlaev et al., 2016). A potential explanation for this 
limited effectiveness is that human behaviour is also 
shaped by automatic and unconscious processes, 
which have largely been overlooked in the health 
behaviour change literature. Nudge theory (Thaler & 
Sunstein, 2008) suggests that people frequently rely 
on mental shortcuts, or heuristics, to simplify decision- 
making. As a result, their choices are heavily influ
enced by the context in which decisions are made 
(Vlaev et al., 2016). Heuristics simplify choices but can 
also make people susceptible to cognitive tendencies, 
which in turn heavily influence their actions. For exam
ple, people may exhibit preferences for default 
options, respond disproportionately to how informa
tion is framed, or underestimate the impact of delayed 
consequences. By understanding cognitive tendencies 
and intuitive decision-making, we can structure peo
ple’s environments to encourage healthier behaviours 
(Thaler & Sunstein, 2008; Volpp et al., 2008).

Central to nudge theory is the concept of choice 
architecture, which involves intentionally designing the 
environments in which decisions are made to guide 
individuals towards more desirable outcomes. This may 
involve minor adjustments to how options are pre
sented, or how decisions are structured, to strategically 
utilize common cognitive tendencies. For instance, pla
cing healthier food options at eye level in a cafeteria 
encourages healthier eating choices without restricting 
freedom of choice (Bucher et al., 2016). Similarly, auto
matic enrolment in retirement savings plans takes 
advantage of the default effect, where individuals are 
more likely to stick with pre-selected options (Camilleri 
et al., 2019). By understanding the interplay between 
cognitive tendencies, environmental context, and intui
tive decision-making, nudge theory allows practitioners 
to design strategies that align with natural human ten
dencies. This approach has been effectively applied in 
various domains, including public health, where subtle 
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environmental changes have promoted behaviours such 
as increased physical activity (Forberger et al., 2016), 
improved dietary habits (Verplanken & Wood, 2006), 
and medication adherence (Volpp et al., 2008; for 
a meta-analysis, see; Mertens et al., 2022).

Forberger et al. (2022) examined 26 interventions 
designed to promote physical activity or reduce seden
tary behaviour in workplace environments using nud
ging strategies. A common strategy in these 
interventions was subtle visual cues encouraging stair 
use over elevators. For instance, arrows placed on floors 
to direct employees towards staircases; or stairways 
designed to resemble a piano – where each step emitted 
a musical note – making stair climbing an engaging 
experience. Despite such innovative efforts, only 54% 
of the interventions produced notable effects, such as 
increased stair use, enhanced walking activity, and 
reduced sitting time. The limited effectiveness of these 
nudges can be attributed to several factors. One signifi
cant issue is the perceived loss of autonomy, as some 
employees may experience nudges as paternalistic, rais
ing questions like, “Why are others trying to control my 
choices?” This sense of restricted freedom can lead to 
psychological reactance, where individuals resist or 
reject the suggested behaviours (Brehm & Brehm,  
2013). Furthermore, social nudges may face challenges 
in catering to a broad population’s diverse needs and 
preferences, bearing the difficulty of designing univer
sally effective cues. These limitations highlight the com
plexity of influencing behaviour on a large scale (De 
Ridder et al., 2024; Dewies et al., 2021).

Self-nudging

Self-nudging is an emerging concept that extends tradi
tional nudging principles, empowering individuals to 
design their own environments in ways that promote 
desired behaviours. Unlike external nudges implemen
ted by policymakers or organizations, self-nudging 
encourages personal agency and self-regulation 
(Reijula & Hertwig, 2022). The idea behind self-nudging 
is that individuals can apply the same principles used in 
traditional nudges – such as altering the choice architec
ture or leveraging cognitive tendencies – to influence 
their own behaviour. For example, individuals may set 
up reminders for regular exercise on their phone or place 
healthy snacks at eye level in their pantry. By consciously 
structuring their environment, people can create condi
tions that make it easier to achieve personal goals.

Self-nudging encourages individuals to consciously 
modify their surroundings to increase the likelihood of 
adopting positive habits. By blending slow, deliberate 
thinking processes (System 2) with faster, more intuitive 

responses (System 1), self-nudging may offer a powerful 
tool for guiding behaviour effectively (Kahneman, 2017). 
According to Tontrup and Sprigman (2022), those who 
practice self-nudging must first acknowledge their pre
sent cognitive tendencies and the cognitive shortcuts 
they want to address. They must also anticipate how 
modifying their decision-making environment can stra
tegically harness these heuristics to their advantage. For 
instance, using System 2 processes, employees may 
download a fitness-tracking app that monitors activity 
and sets challenges. Additionally, by leveraging System 
1 thinking, they can create daily cues that encourage 
physical activity with minimal conscious effort. For 
example, they might share their workout progress with 
friends on social media to foster accountability, or place 
dumbbells in a visible area of their workspace to act as 
subtle, automatic reminders to exercise (To & Bakker,  
2018).

Self-nudging is conceptually distinct from traditional 
behaviour change strategies such as goal-setting, habit 
formation, or implementation intentions. While techni
ques like goal-setting (Locke & Latham, 2002) and imple
mentation intentions (Gollwitzer, 1999) operate 
primarily through internal cognitive regulation, self- 
nudging involves individuals actively modifying their 
external environment to make desired behaviours 
more likely (Reijula & Hertwig, 2022). This approach 
allows people to become the “choice architects” of 
their own lives by using subtle environmental cues – 
for example, placing running shoes by the bed or turn
ing on smartphone notifications – to support their goals. 
Unlike habit formation, which depends on the gradual 
automatization of behaviour through repetition and 
reinforcement (Lally & Gardner, 2013), self-nudging inte
grates deliberate intention with the strategic use of 
environmental cues – engaging both conscious and 
automatic processes to enable flexible, context- 
sensitive behaviour change (Thaler & Sunstein, 2008). 
Self-nudging operates at the intersection of automatic 
(System 1) and deliberative (System 2) processes, 
enabling individuals to strategically shape their own 
default behaviours (Sunstein, 2016). In doing so, self- 
nudging offers a meta-cognitive and autonomy- 
enhancing route to sustained behavioural activation, 
distinguishing it theoretically and practically from more 
established techniques (Münscher et al., 2016).

Self-nudging toward physical activity and vigor

Shirom and Leiter (2010) conceptualized vigour as acti
vated positive affect, including three dimensions: physi
cal strength, emotional energy, and cognitive liveliness. 
In the present study, we focus on physical strength and 
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cognitive liveliness as key dimensions because they are 
most relevant to and likely influenced by physical activ
ity (see also, Klijn et al., 2021). Physical strength is 
defined as a robust physical capacity that enables indi
viduals to engage in tasks energetically. In contrast, 
cognitive liveliness refers to mental alertness, encom
passing the capacity to think clearly, focus, and engage 
in cognitive tasks with energy and enthusiasm (Shirom,  
2003). Thus, we concentrate on key components of vig
our, which refer to physical energy and mental agility at 
work that could be generated by proactive behaviours 
(Shirom, 2010).

We propose that self-nudging towards physical 
activity is positively related to vigour, particularly in 
terms of physical strength and cognitive liveliness. By 
automating the decision-making process, self- 
nudging encourages consistent physical activity (cf. 
Reijula & Hertwig, 2022), such as walking, exercising, 
or stair climbing, without excessive mental effort. 
Unlike external nudges, self-nudging offers 
a personalized approach, making it more effective in 
motivating individuals to engage in regular move
ment that aligns with their preferences. This process 
will likely enhance physical fitness, improving the 
ability to perform daily tasks with energy while main
taining enough stamina to enjoy leisure activities and 
handle unexpected challenges (Caspersen et al.,  
1985). By continuously engaging in physical activity 
through self-nudges, individuals can incrementally 
enhance their cardiorespiratory endurance, muscular 
strength, and flexibility (e.g., Bahls et al., 2021; 
Leblanc et al., 2015). Additionally, as physical activity 
improves, cognitive liveliness is likely to benefit, with 
enhanced mental sharpness and focus resulting from 
the regular energy boosts provided by daily exercise 
(Puetz, 2006).

Moreover, although we focus on self-nudging toward 
physical activity – rather than measuring physical activity 
directly – there is strong empirical support for the 
assumption that even small, daily changes in physical 
activity behaviour have robust effects on vigour and 
cognitive vitality (Prakash et al., 2015; Puetz, 2006). Self- 
nudging empowers individuals to deliberately shape 
their environment and habits to support goal-directed 
behaviour, thereby enhancing autonomy and sustain
able behavioural activation (Sunstein, 2016; Tontrup & 
Sprigman, 2022). Given that physical activity is one of 
the most reliable behavioural predictors of energy and 
cognitive clarity (Erickson et al., 2019; Puetz, 2006), even 
low-threshold self-initiated strategies (i.e., nudges) 
aimed at increasing such activity are theoretically and 
empirically likely to improve both physical and psycho
logical vigour.

Hypothesis 1: Daily self-nudging towards physical activ
ity positively relates to daily vigour.

Self-nudging toward physical activity and work 
outcomes

In addition to the direct effect of self-nudging 
towards physical activity on vigour, we propose that 
vigour mediates the relationship between self- 
nudging and creativity. Creativity refers to idea gen
eration, insights, or problem solutions that are both 
novel and potentially useful (Amabile, 1997; Anderson 
et al., 2004). Research suggests that self-nudging 
towards physical activity could be indirectly related 
to creativity due to the well-established benefits of 
physical activity on brain function (Erickson et al.,  
2019). Physical exercise is known to increase cerebral 
blood flow and promote the release of neurotrophic 
factors, such as brain-derived neurotrophic factor 
(BDNF), which supports neuroplasticity and cognitive 
function (Hötting & Röder, 2013). Furthermore, physi
cal activity enhances energy metabolism, providing 
the brain with more efficient energy resources to 
improve cognitive processes. Exercise is also linked 
to stress reduction and mood improvement 
(Mikkelsen et al., 2017), which may result in better 
focus and persistence when working on complex 
tasks (Diener et al., 2020; Tsai et al., 2007). However, 
since our focus is on self-nudging toward physical 
activity rather than physical activity itself, we refrain 
from proposing a direct effect hypothesis regarding 
creativity.

The dual pathway to creativity model (De Dreu 
et al., 2008; Nijstad et al., 2010) proposes that crea
tivity depends on cognitive flexibility and persis
tence. Accordingly, creative solutions can only 
emerge from loosely connected ideas and impres
sions when individuals possess enough psychologi
cal resources to flexibly shift between options and 
persist until a solution is reached. Research consis
tently supports the idea that cognitive and energetic 
resources play a crucial role in fostering creativity 
(Baas et al., 2008; Hennessey & Amabile, 2010; Ning 
et al., 2015). For example, Op den Kamp et al. (2018); 
Study 1) showed that employees with higher scores 
on cognitive liveliness showed improved creative 
work performance. In addition, they found in 
a follow-up study that on days employees felt 
more vigorous, they were better able to come up 
with novel ideas (Op den Kamp et al., 2018; Study 2). 
Similarly, De Vries et al. (2022) discovered that 
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employees who exercised during lunch breaks 
experienced a noticeable boost in momentary vig
our – characterized by heightened cognitive liveli
ness and emotional energy – immediately 
afterwards. While the study did not confirm 
a mediation effect, vigour following the lunch 
break positively influenced creative work perfor
mance in the afternoon. Further supporting this, 
Ma et al. (2024) conducted a 10-day diary study 
with employees from creative industries (e.g., archi
tecture design, filmmaking, fashion design, copywrit
ing). They demonstrated that daily vitality, directly 
and indirectly, enhanced daily creativity through 
exploration and a strong focus on work activities 
(absorption).

Building on this literature, we propose that self- 
nudging towards physical activity enhances creativity 
by energizing both cognitive and motivational path
ways. The cognitive liveliness component of vigour 
facilitates mental flexibility – enabling individuals to 
fluidly shift between categories, escape cognitive fixa
tion, and generate diverse, original ideas through 
divergent thinking. Simultaneously, the physical 
strength component of vigour supports cognitive 
persistence, allowing deeper exploration and refine
ment of ideas. This dual activation maps directly onto 
the dual pathway to creativity model (De Dreu et al.,  
2008; Nijstad et al., 2010), which posits that creative 
performance arises through either flexibility or persis
tence – or an interplay of both. Therefore, on days 
when employees experience higher levels of vigour 
as a result of self-nudging, they are not only more 
cognitively agile but also more motivated to persist – 
creating ideal conditions for innovative problem- 
solving at work.

Hypothesis 2: Daily self-nudging towards physical activ
ity positively relates to daily creativity through daily 
vigour (mediation effect).

We further argue that vigour mediates the relation
ship between self-nudging and altruistic or prosocial 
behaviour. Prosocial behaviour represents voluntary 
and intentional actions that benefit someone else 
(Eisenberg & Miller, 1987). This behaviour is moti
vated by a genuine concern for others, rather than 
the pursuit of external rewards or the avoidance of 
negative consequences. Research indicates that self- 
nudging towards physical activity may be indirectly 
related to prosocial behaviour. Daily exercise 
enhances personal and social competencies, includ
ing emotional regulation, communication skills, and 
empathy (e.g., Gil-Beltrán et al., 2020; Lubans et al.,  

2016). These daily improvements help individuals 
better understand and connect with others, fostering 
prosocial actions (Davis, 2015; Eisenberg et al., 2002). 
For instance, a brief daily workout can improve mood 
and emotional balance, enabling more effective and 
empathetic communication in personal and profes
sional interactions. A study involving 20,000 Chinese 
students found that physically active students were 
more likely to engage in honest, friendly, and helpful 
behaviours towards others (Wan et al., 2021). This 
finding was supported by further research showing 
similar effects among employees, demonstrating con
sistent effects of physical activity in promoting pro
social behaviour (Duan et al., 2022).

Physical activity is also associated with better mental 
health and more optimal emotional states (Naczenski 
et al., 2017). This improved psychological well-being 
may make individuals more inclined to engage in pro
social and altruistic acts (Shirom, 2010). According to 
Fredrickson (2001), activated positive emotional states 
such as vigour can broaden people’s thought-action 
repertoires. Thus, when individuals feel more vigorous 
due to daily self-nudging, they may be more inclined to 
exhibit prosocial behaviours at work. Spanouli and 
Hofmans (2021) confirmed this by showing that employ
ees with higher levels of vigour were more likely to assist 
colleagues. Similarly, Little et al. (2011) found that vigor
ous employees actively reduce interpersonal distances 
to maintain their positive emotions, which contributes 
to increased prosocial behaviour, reinforcing the pivotal 
role of vigour in fostering prosocial tendencies.

Vigour plays a pivotal role in enabling prosocial beha
viour because it provides the energetic and emotional 
resources necessary to move beyond self-focus and 
engage meaningfully with others. On days when 
employees experience elevated vigour – stimulated by 
self-nudging towards physical activity – they are more 
likely to demonstrate prosocial behaviours. Whereas fati
gue and ego depletion are known to constrict atten
tional scope and diminish social sensitivity (Gamble 
et al., 2023; Xu et al., 2012), vigour supports 
a broadened interpersonal orientation by enhancing 
self-regulatory strength, emotional openness, and moti
vational readiness (Shirom, 2010; Spanouli & Hofmans,  
2021). Crucially, vigour is not merely a fleeting affective 
state, but a renewable psychological resource that 
expands one’s capacity for empathy, generosity, and 
interpersonal responsiveness – core drivers of altruistic 
and cooperative behaviour.

Hypothesis 3: Daily self-nudging towards physical activ
ity positively relates to daily prosocial behaviour through 
daily vigour (mediation effect).
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Method

Procedure

The data for this study was collected via short online 
surveys during five consecutive workdays. Employees 
from a variety of industries and companies in Romania 
were recruited using social media platforms (e.g., 
LinkedIn, Facebook) to promote the study. The research 
team created posters and social media posts and used 
snowball sampling to spread the subscription link. 
Undergraduate students in their last year of studies 
could receive bonus points on their research methods 
course if they successfully recruited and retained eligible 
participants for the study. Individuals were considered 
eligible if they were over 18 years old, had a job where 
they had worked for at least six months, and were active 
during the days of the study (i.e., they were not on 
vacation, sick leave, or away from work for any other 
reason).

As our study posed minimal risk to participants – with 
no influence or deception involved, no targeting of vul
nerable individuals, and full informed consent obtained – 
the university’s ethics committee determined that an 
ethical review was not technically required. To register 
for the study, participants had to fill in informed consent 
and a survey containing demographic information. In 
this survey, participants also indicated an email address 
and a participant code. The research team used these 
email addresses and codes to communicate the daily 
surveys to the participants. Each daily questionnaire 
was sent out after 2 p.m. and was open for responses 
until the end of the day. Participants received reminders 
throughout the day (at 4 p.m. and 6 p.m.) to minimize 
dropout rates. To incentivize participants and further 
prevent dropout, we organized a raffle (for 10 vouchers 
of approximately 40 euros) after the closing of the study. 
Those who responded to at least 4 daily surveys were 
eligible to participate in the raffle. In total, 206 employ
ees filled out the initial questionnaire to register for the 
study, and 198 proceeded to participate in the daily 
phase responding to at least 1 daily survey. Given the 
study’s focus on within-person effects and needs to 
account for lagged effects, for the final sample we 
retained only 182 participants who responded to at 
least 3 daily surveys (88% response).

Participants

A total of one-hundred and eighty-two (NL2 = 182) 
employees participated in the daily survey, responding 
to short questionnaires across 3–5 consecutive working 
days (3.69 days on average). This translates into a set of 
six-hundred and seventy-two (NL1 = 672) daily 

observations. Participants came from various industries, 
such as services (17%), automotive (10%), healthcare and 
pharma (3%), education (21%), IT and telecommunica
tion (14%), and others (34%). Further, 71% worked in the 
private sector, with 29% being employed in the public 
sector. Participants (41% male) had a mean age of 33.4  
years (SD = 11.01), with 11.5 years of tenure on average 
(SD = 9.9). Most respondents had completed a form of 
higher education (31% Bachelors’ degree, 43% Masters’ 
degree); 20% reported high-school education, while 
a smaller proportion had some kind of professional 
training (6%).

Participants worked from home (14%), from the office 
(50%), or in a hybrid arrangement (35%). They mostly 
had full-time employment (89%) in non-managerial 
positions (75%).

Measures

Daily self-nudging was measured using a 10-item scale 
developed by To and Bakker (2018). Participants rated 
their agreement to statements such as “Today, I made 
sure that I had fitness equipment in sight for a short 
exercise break,” “Today, my smartphone reminded me of 
physical activity goals throughout the workday,” and 
“Today, I used wearables (e.g., fitness tracker, smart
watch) to track my physical activity.” Participants could 
respond to the items using a 7-point scale (1 = Strongly 
disagree, 7 = Strongly agree). The scale has been vali
dated in a study among 1540 Japanese employees 
(Bakker et al., in press)). Factor analyses confirmed 
a reliable one-factor structure, and the scale demon
strated content and predictive validity, showing positive 
longitudinal relationships with, for example, physical 
activity and physical capacity (fitness, energy). 
Specifically, the latter study showed that self-nudging 
towards physically activity was positively related to 
increases in physical activity over three months of time. 
In the present study, the scale also showed high multi
level reliability (Geldhof et al., 2014), with within-person 
ω = .83.

Daily vigor was measured using 10 items of the scale 
developed by Shirom (2003). The scale operationalizes 
vigour as a two-dimensional construct, including cogni
tive liveliness (e.g., “Today, I felt I could think rapidly”), 
and physical strength (e.g., “Today, I felt full of energy”). 
Responses were given on a scale from 1 (Strongly dis
agree) to 7 (Strongly agree). The scale showed excellent 
reliability (ωL1 = .94).

Daily creativity was assessed using a 4-item subscale 
from Miron et al. (2004) Cognitive Styles questionnaire. 
The items were adapted to capture daily experiences of 
creative expression (e.g., “Today, I had a lot of creative 
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ideas.”) on a Likert scale from 1 (Strongly disagree) to 7 
(Strongly agree). Responses on this scale also had high 
multilevel reliability (ωL1 = .89).

Daily prosocial behavior was assessed using the 5 
items of the Altruism subscale from Podsakoff et al. 
(1990) Organizational Citizenship Behavior Scale. The 
items captured daily altruistic behaviours towards col
leagues (e.g., “Today, I was always ready to lend 
a helping hand to those around me”). Participants 
responded again using a scale ranging from 1 
(Strongly disagree) to 7 (Strongly agree). This scale 
also demonstrated good reliability at the day level 
(ωL1 = .77)

Analytical strategy

We tested our hypotheses through the means of multi
level structural equation modelling, following Preacher 
and colleagues’ guidelines (MSEM; Preacher et al., 2010,  
2011) in Mplus 8 (Muthén & Muthén, 1998–2017), using 
Maximum Likelihood estimation with Robust Standard 
Errors (MLR). We opted for MSEM due to its analytical 
advantages over traditional multilevel modelling techni
ques in terms of (1) the possibility to specify latent 
constructs, (2) the comprehensive assessment of model 
fit, (3) the possibility of estimating indirect effects, and 
(4) obtaining unconflated effects by using latent cen
tring to extract within-person and between-person var
iance (Preacher et al., 2010, 2011). All variables were 
operationalized and specified at the within-person 
level, modelling both contemporaneous and lagged 
daily relationships.

To establish multilevel construct validity, we first con
ducted multilevel confirmatory factor analyses (MCFA). 
The hypothesized measurement model (M1) included six 
factors: self-nudging, indicated by 10 items, creativity 
indicated by 4 items, prosocial behaviour indicated by 
5 items, and vigour being a second-order factor that is 
indicated by cognitive liveliness and physical strength as 
first-order factors (indicated by 5 items each). Since all 
daily measures were included in one questionnaire, it is 
important to ensure that the daily scores reflect separate 
constructs and are not overlapping due to common 
method bias (Podsakoff et al., 2012). Thus, we compared 
M1 to an alternative in which all items were specified to 
indicate one common method factor (M2). Additionally, 
we constructed a third measurement model (M3) to 
ensure that the vigour – creativity relationship specifi
cally was not driven by overlapping conceptualization or 
measurement. Since vigour and creativity had the high
est within-person correlation (r = .57, p < .001) and the 
strongest non-standardized path coefficient in the final 
model, we tested a measurement model where the 

cognitive liveliness and creativity items loaded on one 
underlying factor. We essentially modified M1 so vigour 
would be indicated only by the physical strength items, 
self-nudging, and prosocial behaviour by their respec
tive items, but cognitive liveliness and creativity were 
merged into one underlying factor. The final measure
ment model (M4) specified the proposed 6-factor struc
ture simultaneously at both levels of analysis. This model 
was constructed to gauge whether the daily measures 
are best represented only at the within-person level or 
also at the between-person level.

After establishing the fit of the measurement model, 
we constructed the hypothesized structural model (M5; 
Figure 1). We controlled for the lagged autoregressive 
effects of previous days’ measurements on all variables, 
the effects of previous days’ self-nudging on next days’ 
mediator and outcomes, as well as previous days’ vigour 
on next days’ outcomes. We compared this model to one 
structural alternative (M6), in which we inversed M5 and 
modelled the relationships in a reversed order (creativity 
and prosocial behaviour predicting self-nudging 
through vigour) to check for the possibility of reversed 
causation.

Indirect effects were calculated in Mplus, using sym
metric 95% confidence intervals (Muthén & Muthén, 
1998–2017). Goodness-of-fit was evaluated using the 
comparative fit index (CFI), the Tucker–Lewis Index 
(TLI), the root mean square error of approximation 
(RMSEA), and the standardized root mean square resi
dual (SRMR). Values of .95 or higher for CFI and TLI, and 
.05 or lower for RMSEA and SRMR indicate excellent fit of 
the model to the data, while values of .90 are the lowest 
for CFI and TLI and .06 for RMSEA and .08 for SRMR, the 
highest, indicate acceptable fit indices (Hu & Bentler,  
1999).

Results

Descriptive statistics

Means, standard deviations, intraclass correlations (ICC), 
and within-person correlations among the study vari
ables are presented in Table 1.

Measurement models

Fit indices of all models are summarized in Table 2. The 
MCFA indicated that the proposed measurement model 
(M1) showed acceptable fit to the data (χ2[369] =  
1512.02, p < .001; CFI = .91; TLI = .90; RMSEA = .06, 
SRMRWithin = .06). The model that specified all items indi
cating one underlying method factor (M2) produced 
unacceptable fit indices (χ2[377] = 7364.29, p < .001; CFI  
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= .44; TLI = .40; RMSEA = .15, SRMRWithin = .19). The same 
was true for M3, specifying a common underlying factor 
indicated by the cognitive liveliness and creativity items 
(χ2[371] = 2252.01, p < .001; CFI = .85; TLI = .83; RMSEA  
= .08, SRMRWithin = .07).

The hypothesized structural model (M5) yielded 
acceptable fit indices (χ2[479] = 1533.63**; CFI = .91; TLI  
= .90; RMSEA = .06, SRMRWithin = .06). The reversed cau
sation model (M6) had almost identical, but significantly 
worse fit (χ2[480] = 1545.77**; CFI = .91; TLI = .90; RMSEA  
= .06, SRMRWithin = .06; ∆χ2 = 12.1, p < .001, ∆df = 1). We 
retained and further interpreted M5 based on the differ
ence in model fit, the theoretical assumptions outlined 
in the arguments regarding the direction of effects, and 
a close inspection of path coefficients in M5. The 
reversed model indicated that there is no significant 
reversed effect of vigour on self-nudging (b = −.14, SE  
= .10, p = .164) or prosocial behaviour on vigour (b = .09, 
SE = .04, p = .052)

Hypothesis testing

The data provided general empirical support for the 
hypothesized model. Offering support to Hypothesis 
1, self-nudging significantly and positively predicted 
vigour (b = .15, SE = .05, p = .005), meaning that on 
days when employees were more actively exposing 
themselves to cues to be physically active, they felt 
more cognitively and physically lively. Self-nudging 
also significantly predicted creativity (b = .17, SE  

= .04, p < .001), and prosocial behaviour (b = .29, SE  
= .06, p < .001). This shows that employees’ efforts to 
create environmental cues to keep them physically 
active during the day are reflected in their creativity 
and a positive orientation towards co-workers. 
Further, employees’ sense of vigour significantly and 
positively predicted creativity (b = .88, SE = .07, p  
< .001) and prosocial behaviour (b = .33, SE = .09, p  
< .001), indicating that the mental and physical 
energy constituting ones’ sense of vigour provided 
the fuel for more creative ideas and prosocial beha
viours during the day. Turning to indirect effects 
(Table 3), the data showed that vigour significantly 
mediated the effects of self-nudging on creativity (b  
= .13, SE = .05, p = .004, 95% CI [.04; .22]), as outlined 
in Hypothesis 2. Lastly, supporting Hypothesis 3, vig
our also mediated the daily relationship between self- 
nudging and prosocial behaviour (b = .05, SE = .02, p  
= .04, 95% CI [.003; .09]).

Additional analyses

Although we expected that self-nudging would particu
larly have immediate effects on the same day, additional 
analyses revealed several lagged effects across days. 
These lagged effects were included for two specific rea
sons. First, to test potential autoregressive effects from 
one day to the next, which need to be controlled for 
a stronger test of the same-day associations (i.e., higher 
vigour resulting from past day’s high energy and not 

Table 1. Descriptive statistics and within-person correlations between focal variables.
M (SD) ICC 1 2 3 4 5 6 7

1. Daily self-nudging 2.6 (1.41) .75 − .31** .40** .43**
2. Daily self-nudging (t-1) 2.6 (1.38) −.15** −

3. Daily vigour 4.6 (1.18) .46 .26*** .05 .68** .35**
4. Daily vigour (t-1) 4.6 (1.17) .01 .24*** −.14** −

5. Daily creativity 3.92 (1.41) .49 .20*** −.03 .57*** −.02 − .39**
6. Daily creativity (t-1) 3.9 (1.41) −.02 .23*** −.09 .56*** −.17*** −

7. Daily prosocial behaviour 3.83 (1.39) .56 .19*** −.03 .27*** .02 .21*** .05 −

8. Daily prosocial behaviour (t-1) 3.87 (1.38) .12** .19*** .04 .20*** −.01 .18*** −.04

Note. NL1 = 672, NL2 = 182. ICC = Intraclass Correlation Coefficient. t-1 = lagged variable (previous days’ self-nudging, vigour, 
creativity, and prosocial behaviour). 
***p < .001; **p < .01; *p < .05.

Table 2. Model fit information.
Model χ2 df CFI TLI RMSEA SRMRwithin SRMRbetween ∆χ2 ∆df

Measurement models
M1 – hypothesized 6-factor structure 1512.02*** 369 .91 .90 .06 .06 .00
M2 – single-factor structure 7364.29*** 377 .44 .40 .15 .19 .00 5852.27*** 8
M3 – cognitive liveliness – creativity overlap 2252.01*** 371 .85 .83 .08 .07 .00 739.99*** 2
M4 - hypothesized 6-factor structure on both levels 1904.12*** 738 .91 .90 .04 .06 .13 392.1 369
Structural models
M5 – Hypothesized model 1533.63*** 479 .91 .90 .06 .06 .00
M6 – Reversed causation model 1545.77*** 480 .91 .90 .06 .06 .00 12.1*** 1

Note. In calculating ∆χ2, M2, M3 and M4 were compared to M1. M6 was compared to M5. 
***p < .001; **p < .01; *p < .05.
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present-day’s self-nudging). The autoregressive effects 
that we kept under control were all negative. Vigour was 
a negative predictor of next-day vigour (b = −.13, SE  
= .04, p = .003), and creativity was a negative predictor 
of next-day creativity (b = −.24, SE = .05, p < .001). 
Prosocial behaviour was unrelated to next-day prosocial 
behaviour (b = −.08, SE = .05, p = .088). The lagged pre
dictors were centred around the person-mean to cap
ture within-person effects (Ohly et al., 2010). Thus, these 
negative autoregressive effects indicate that when 
employees experienced higher levels of vigour and crea
tivity than their personal average across the study, they 
tended to report lower levels of vigour and creativity on 
the next day.

Second, we included lagged effects to test for poten
tial carry-over effects in our hypothesized relationships 
(i.e., self-nudging is not only contemporaneously related 
to vigour, but also has a connection to the next day’s 
energy). Such effects go beyond the momentary associa
tions and provide a stronger test for the hypothesized 
direction of effects. Regarding carry-over effects across 
days, we found that self-nudging had non-significant 
direct relationships with both creativity (b = −.03, SE  
= .05, p = .51), and prosocial behaviour (b = −.01, SE  
= .05, p = .85) during the following day. However, self- 
nudging positively predicted vigour on the 
following day (b = .10, SE = .05, p = .049). Furthermore, 
vigour had a significant positive effect on creativity on 
the following day (b = .23, SE = .05, p < .001) but not on 
prosocial behaviour (b = .07, SE = .05, p = .132). These 
results suggest that self-nudging positively influenced 
employees not only on the days they practiced it but 
also had residual benefits for their energy levels on 
subsequent days. Additionally, vigour – enhanced by 
self-nudging – boosted creativity and prosocial beha
viour on the same day while also predicting increased 
creativity on the following day. These findings under
score the extended impact of self-nudging and highlight 
its potential for enhancing both daily and future vigour 
and creativity.

Discussion

Modern work life often entails high cognitive demands, 
leading to sedentary behaviour as employees spend 

most of their time in front of computers, reducing 
opportunities for physical activity. Since traditional inter
ventions promoting physical activity in office environ
ments have generally shown limited success (Chu et al.,  
2016), the present study explored daily self-nudging – an 
innovative personal approach where employees modify 
their choice architecture to make it easier to engage in 
physical activities. Results from our daily diary study 
indicate that self-nudging towards physical activity posi
tively influenced vigour – enhancing physical strength 
and cognitive liveliness – which, in turn, fostered crea
tivity and prosocial behaviour at work. In what follows, 
we discuss these findings’ theoretical implications.

Theoretical contributions

The present study demonstrates that self-nudges can be 
dynamically adapted to align with daily goals and chan
ging circumstances. Nudges such as sharing physical 
exercise updates on social media, setting alarms for 
stretching, or placing motivational notes can be tailored 
to specific objectives. For instance, repositioning a yoga 
mat in a prominent location serves as a timely prompt 
for post-work physical exercise. With an intraclass corre
lation coefficient of .75, the findings reveal that 75% of 
self-nudging variance is due to stable individual differ
ences, while 25% reflects daily variability. This variability 
demonstrates that self-nudging is not only a consistent 
behaviour but also one that can be adjusted daily, allow
ing it to have a tangible and meaningful impact on 
physical activity and well-being every day.

The first contribution of the present study to the 
current understanding of self-nudging is providing 
empirical evidence of its effectiveness in promoting 
essential components of daily vigour among employees. 
Previous studies have shown that self-nudging can pro
mote healthier food product choices (Michels et al.,  
2024), increase fruit intake in the home environment 
(van Rookhuijzen et al., 2023), and reduce excessive 
smartphone use (Grüning et al., 2023). Our study 
expands this literature by showing that self-nudging 
towards physical activity contributes to physical 
strength and cognitive liveliness at work (Shirom, 2010.

Employees who proactively modify their surround
ings – like using visual health cues, setting up their 

Table 3. Indirect effects of daily self-nudging on daily creativity and prosocial behaviour through 
vigour.

Outcome b SE p 95% CI

Lower Upper
Daily creativity .13 .05 .004 .04 .22
Daily prosocial behaviour .05 .02 .04 .003 .09

Note. Predictor: Self-nudging; Mediator: Vigour. Estimates are unstandardized. CI − 95% confidence intervals.
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smartphone to track steps/activities, or sharing their 
physical activity with friends through social media – 
streamline their decision-making regarding physical 
activity. This optimization reduces the need for con
scious effort, making the choice to be physically active 
more automatic and less reliant on personal willpower 
(Thaler & Sunstein, 2008; Volpp et al., 2008). Adjusting 
the environment simplifies the process of engaging in 
physical activity, leading to increased physical strength 
and cognitive liveliness. The spillover effect of self- 
nudging into the next day’s vigour demonstrates its 
prolonged benefits, suggesting that efforts to create an 
environment for ourselves that promotes more physical 
activity contribute to more than a momentary boost in 
well-being.

Second, we examined the broader implications of 
self-nudging and increased vigour for two non- 
targeted outcomes at work. The data supported the 
integration of self-nudging with the dual pathway to 
creativity model (Nijstad et al., 2010) revealing 
a positive link between self-nudging and creativity, 
mediated by vigour. According to the model, creativity 
requires flexible thinking and persistence-two pathways 
supported by vigour. Specifically, cognitive liveliness 
fosters flexibility, while physical strength fosters persis
tence. Our findings align with established research on 
the cognitive benefits of physical activity, such as 
improved executive control, attention, and memory 
(Roig et al., 2013; Verburgh et al., 2014), which are crucial 
for cognitive flexibility.

Interestingly, vigour was also positively related to 
next-day creativity, which may reflect the role of energy 
reserves and cognitive recovery processes. High vigour 
enhances the brain’s ability to recover and consolidate 
during sleep, strengthening cognitive pathways crucial 
for creative thinking. Research shows that sleep- 
dependent memory consolidation reinforces neural net
works involved in problem-solving and innovation, 
enabling ideas and cognitive patterns to solidify over
night (Diekelmann & Born, 2010). Additionally, evening 
relaxation and lower stress levels associated with high 
vigour can contribute to high-quality sleep (Sonnentag 
et al., 2022), enabling vitality and cognitive flexibility 
upon waking (Walker, 2009). This carryover effect 
might occur because sleep helps refresh attentional 
resources and executive function, which are essential 
for problem-solving and flexible thinking. This could 
mean that vigour not only enhances same-day creativity 
but also establishes a physiological and cognitive foun
dation for creative engagement the following day.

As a third contribution, we discovered that prosocial 
behaviour is an unintended positive outcome of self- 
nudging. Increased physical energy from self-nudging 

for physical activity seemingly made employees more 
willing to engage in helping behaviours, while enhanced 
cognitive liveliness may have fostered empathy and 
perspective-taking. The results suggest that self- 
nudging generates the energy and capacity needed to 
be prosocial. Our findings are consistent with previous 
studies showing that exercise enhances personal and 
social competencies (Gil-Beltrán et al., 2020; Lubans 
et al., 2016). Such improvements help individuals better 
understand and connect with others, which in turn 
encourages prosocial actions (Davis, 2015; Eisenberg 
et al., 2002). Our focus on non-targeted outcomes aligns 
with calls for research on unintended consequences 
(Beshears & Kosowsky, 2020). While some argue that 
unintended outcomes may reduce the impact of 
nudges, we found that self-nudging can produce unex
pected positive effects at work.

Interestingly, we also found direct relationships 
between self-nudging towards physical activity and (a) 
creativity and (b) prosocial behaviour. The direct effects 
on these non-targeted outcomes could stem from 
unmeasured activated positive emotions (e.g., elated, 
excited, delighted) and concrete physical activity. Meta- 
analyses have shown that physical activity predicts posi
tive emotions (Li et al., 2022; Wiese et al., 2018). 
According to Fredrickson (2001), positive affect enables 
individuals to broaden their range of thoughts and 
actions, making them more open to creative and flexible 
thinking. This broadening effect makes people more 
likely to explore alternative solutions and engage in 
innovative approaches when they experience excite
ment and interest while working. People who experi
ence positive emotions are more likely to think outside 
the box, fostering adaptability and creative problem- 
solving (Amabile et al., 2005). Exploring whether positive 
emotions mediate the link between self-nudging and its 
outcomes is an exciting and relevant direction for future 
research in this literature.

The unpredicted direct effect of vigour on prosocial 
behaviour aligns with findings from Spanouli and 
Hofmans’ (2021) diary study. They propose that employ
ees with high energy are more likely to invest this vigour 
into prosocial actions, aiming to build positive outcomes 
like better performance evaluations, rewards, or future 
promotions. By channelling their energy into supportive 
behaviours, employees may be strategically enhancing 
their social capital and securing valuable resources. 
Spanouli and Hofmans observed that on high-vigour 
days, employees tended to engage in more organiza
tional citizenship behaviours (e.g., offering encourage
ment and showing respect) while reducing 
counterproductive behaviours (e.g., ignoring colleagues 
or refusing assistance). The present study expands these 
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findings by showing that employees can use self- 
nudging to increase their own vigour and prosocial 
behaviours.

A final observation: in traditional nudging, individuals 
are often unaware of the influences guiding their beha
viours, with the nudge’s effectiveness partly attributed 
to this unawareness (Bovens, 2009). However, self- 
nudging uniquely empowers individuals by making 
them fully conscious of both the intent and function of 
the nudges they employ. Our findings demonstrate that 
self-nudging can foster positive outcomes, such as 
enhanced well-being and favourable work behaviours, 
even when individuals are actively involved in creating 
and implementing these nudges. This perspective aligns 
with recent research by Bruns et al. (2018) and van 
Rookhuijzen et al. (2023), which suggests that transpar
ency in the goals and methods of nudging does not 
lessen its impact. These insights imply that conscious, 
self-directed nudging could be a sustainable way to 
achieve ongoing behavioural changes.

Practical implications

Our findings on self-nudging suggest several valuable 
applications for workplace environments aiming to 
enhance employee well-being, creativity, and prosocial 
behaviour. While the observed effects are statistically 
significant, we acknowledge that the practical effect 
sizes are likely modest. However, even small behavioural 
adjustments – when sustained over time and diffused 
across teams – may meaningfully contribute to a more 
energized and socially connected work culture. First, 
organizations might consider implementing self- 
nudging training modules, guiding employees to create 
simple, personalized cues for physical activity (e.g., set
ting reminders for short walks, stretching, or desk exer
cises). These micro-interventions can help maintain 
physical strength and cognitive liveliness throughout 
the workday. Second, managers may support a culture 
in which daily movement and self-reflection are normal
ized, thereby facilitating recovery from cognitively 
demanding tasks (see, Sonnentag, 2018). Small shifts – 
such as framing break routines as part of creative work
flows – may also reduce the recovery paradox often 
observed in sedentary job. Third, digital self-nudging 
tools (e.g., app-based reminders, personalized prompts) 
could be integrated into broader well-being initiatives. 
Yet, we emphasize that such tools should always be 
autonomy-enhancing, non-coercive, and context- 
sensitive, respecting individual differences in capacity 
and preference (Reijula & Hertwig, 2022). Future research 
should empirically test the scalability and ethical impli
cations of self-nudging interventions in applied settings, 

helping determine what level of behavioural change is 
necessary for tangible organizational impact. In sum, 
while promising, self-nudging should be implemented 
thoughtfully and evaluated systematically. Its potential 
lies not in radical change, but in scalable, self-directed 
micro-shifts that collectively shape more energized, 
empathetic, and creative workplaces.

Limitations and directions for future research

The current findings provide foundational but prelimin
ary support for the contention that self-nudging can 
boost vigour and enhance work-related outcomes. 
Although a diary study approach was used, with controls 
for previous-day levels of vigour, creativity, and prosocial 
behaviour, it is important to acknowledge that we did 
not use an intervention design and therefore reverse 
causality cannot be entirely dismissed. Future research 
should adopt a more robust experimental design to 
better establish causation. For example, participants 
could be trained in self-nudging techniques specifically 
aimed at promoting physical activity, with outcomes 
compared against a control group to assess the unique 
effects of a self-nudging intervention on both physical 
and work-related behaviours. This approach would allow 
for more definitive conclusions about the role of self- 
nudging in enhancing physical activity and its subse
quent impact on vigour, creativity, and prosocial beha
viour. Experimental designs could also explore the 
optimal types and frequencies of self-nudges to max
imize both immediate and long-term benefits for work
place vitality and performance.

Second, using self-reported data can introduce 
biases, such as social desirability and recall bias (Adams 
et al., 2005), potentially leading participants to overesti
mate their engagement in self-nudging, vigour, creativ
ity, and prosocial behaviours. To enhance the validity of 
these findings, future research could integrate objective 
measures. For instance, physiological indicators like 
heart rate variability could provide a reliable assessment 
of physical exertion, while tools such as accelerometers 
or GPS data can offer quantifiable metrics of physical 
activity (Jeran et al., 2016). These objective data points 
would help validate self-reported measures, providing 
a more comprehensive understanding of the impact of 
self-nudging on work-related outcomes. Combining self- 
reports with such measures could yield a richer, more 
accurate dataset, thereby strengthening the study’s con
clusions and addressing limitations inherent in self- 
report data.

Third, while we hypothesized that vigour would fully 
mediate the link between self-nudging and the out
comes, the data showed that vigour only partially 
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explains the effects of self-nudging. Future studies can 
further explore other mediating mechanisms, such as an 
actual increase in physical activity (e.g., steps, minutes 
engaged in sports, physical micro-breaks). Another 
potential mediating mechanism could be an increase in 
positive affect (Li et al., 2022), especially during highly 
stressful days (Maher et al., 2021). Still another possible 
mechanism could be represented by an increase in psy
chological capital (i.e., self-efficacy, hope; see Salvador- 
Ferrer et al., 2024). Lastly, it is possible that employees 
reported higher prosocial behaviour because self- 
nudging prompted them to spend more time in social 
activities, which in turn gave them the opportunities to 
be more altruistic.

Fourth, it is important to recognize that our study on 
self-nudging was limited to one specific behavioural 
domain. While we focused specifically on self-nudging 
for physical activity, the concept holds promise for other 
domains like healthy eating, stress reduction, and pro
social behaviours. For example, self-nudges can promote 
prosocial actions by encouraging individuals to set daily 
reminders to assist others or allocate time specifically for 
supporting colleagues. These domains of behaviour 
were neither within the scope of the current study, nor 
covered by our instrument. The adaptability of self- 
nudging techniques to more complex work-related 
behaviours beyond physical activity remains an open 
question. Future research could extend our approach 
to test the impact of self-nudging across these varied 
domains, exploring the potential for similar positive out
comes in diverse areas of personal and professional life.

Fifth, a key limitation is that we did not have sufficient 
statistical power to examine between-person differences 
in self-nudging, even though this construct showed sub
stantial between-person variance in our data (ICC = .75). 
Although time-invariant factors cannot explain day-to- 
day fluctuations directly, they can shape them via cross- 
level moderation, altering the strength of within-person 
relations. For example, employees in autonomy- 
supportive climates may translate daily self-nudging 
more strongly into vigour gains. Future research should 
recruit larger Level-2 samples, include relevant person- 
level and context measures, and test random-slope 
models with cross-level interaction terms to clarify 
these moderating processes.

Finally, while self-nudging is designed to enhance 
autonomy and promote goal-directed behaviour, 
potential downsides warrant critical reflection. First, 
self-nudging assumes a level of meta-cognitive capa
city and self-awareness that may not be equally dis
tributed across individuals (Morin, 2006; Reijula & 
Hertwig, 2022). Without this capacity, individuals may 
design ineffective or even counterproductive nudges. 

Second, self-nudging may unintentionally shift the 
burden of behaviour change onto individuals, espe
cially in environments lacking structural support. 
Without sufficient resources or autonomy, self- 
nudging can lead to frustration or self-blame when 
goals are unmet (Reijula & Hertwig, 2022). This aligns 
with concerns raised by Marteau et al. (2021), who 
argue that overemphasizing individual agency in 
behaviour change risks ignoring social and contextual 
inequalities. Third, over-reliance on internal self- 
regulation through self-nudging may obscure the 
need for systemic or organizational change, placing 
undue emphasis on individual agency at the expense 
of context (Bakker, 2017; Houdek, 2024). These limita
tions do not invalidate the utility of self-nudging, but 
underscore the importance of situational fit, suppor
tive environments, and individual differences in 
implementation.

Conclusion

Through this study, we found that daily self-nudging can 
help employees feel more vigorous, enhancing both 
physical strength and cognitive liveliness. Our findings 
offer practical insights for seamlessly integrating physi
cal activity into daily routines, ultimately fostering 
a healthier and more productive workplace. This study 
provides a compelling argument for organizations to 
support and promote these practices by underlining 
their benefits in terms of creativity and prosocial beha
viour. Supporting self-nudging initiatives in the work
place could not only improve employee well-being but 
also elevate creativity and positive interactions, driving 
overall organizational success.
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